map may come from discussions with finance and marketing colleagues. They may be surprised that your conversation with them focuses on cash more than people, but it is imperative to learn the business. You may also look at recent ii. Talk to CFO's about the financial requirements for success. Find out about the market value of the firm, particularly intangibles, and how investors perceive the firm's current intangible value. Learn the financial metrics that matter most in this company and ask them to help put HR investments in these terms. 
DO I HAVE A SENSE OF THE KEY HR PRIORITIES?
An easy and common mistake is trying to be all things to all people. In study after study, leaders need to synthesize and prioritize. In your first few observations of your company you will probably find many things that could be improved.
List them. Think about them. Prioritize them. If you have 10 projects and 100 units of resources, the wrong allocation is 10 units per project. You need to focus your time and HR investments on those initiatives that will be both implementable (doable within time and budget) and have impact (make a visible difference in business results).
a. Are there some early wins?
Are there some obvious areas where you can improve? Sometimes people who live in a house don't see the dirt or clutter that they created. With a fresh eye, you can see the clutter and probably figure out what to work on first to make a difference.
Be willing to find the early wins and do them, fast.
b. What will be the two to four HR priorities that I can commit to delivering?
HR strategy is built around the outcomes of doing good HR work. These outcomes are the capabilities a company needs to deliver on its strategy. As you move into your role, be constantly doing organization diagnoses to figure out which capabilities (talent, speed, leadership, innovation, service, efficiency, collaboration, learning, accountability, culture) your organization needs to deliver on strategies. Focus on these capabilities. Get management agreement on them. Make them the outcomes of your HR strategy. Measure them and track them.
Build 90 day plans to deliver them. ii. Do they know the business?
iii. Do they help drive strategy, change, and culture?
iv. Are they competent in HR practices?
v. Do they do the basics well?
In addition, your extended HR staff will look to your for guidance. Often HR professionals are last on the developmentinvestment list. As you state a new direction for HR and when you support that direction with actual resources and support, your HR staff will learn that you are serious about your agenda. 
